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Introduction of Research Project
This Honors Capstone has been designed to gather a firsthand account from the
prospective of Northern Illinois University College of Business faculty, students, and
future employers on the impact of teamwork in courses. The relationship between the
team curriculum in the College of Business and the team expectations and team
atmosphere of potential employers of Northern Illinois University students will be
revealed. This will allow for suggestions to be made on increasing the effectiveness of
the College of Business team emphasis. This firsthand account was gathered through
surveys distributed to the three research groups. Survey questions were constructed
covering ten interrelated issues developed in the project's preliminary research phase.
The hypothesis for this capstone is threefold. First, students will have a wide
range of opinions on the usefulness and advantages to teamwork in the College of
Business curriculum, a significant portion responding negatively. Second, employees
will have more positive experiences with teamwork than students. Third, both students
and faculty will recognize many benefits of demanding teamwork in the classroom, and
potential employers will confirm the advantages.
I would like to express extreme gratitude to every individual who contributed to
the success of this Honors Capstone. I would especially like to thank Dean David Graf
for taking the time to advise, assist, and review my progress; Ms. Mollie Keller for
assisting me in the distribution and collection of the surveys; and all of the professors
who allowed me to distribute my surveys to their students. Finally, thank you to all the
students, faculty, and employers who took the time to respond to my survey. These
individuals assisted in meeting timelines and the success of this Capstone.
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Explanation of Research Procedures
It must be mentioned that the final products of this Capstone are slightly different
than those mentioned in the Capstone Proposal. The original intent was to write a fifteen-
page paper to backup a small publication that could potentially be sent to College of
Business students or faculty. This publication was not made for dual reasons. First, my
advisor and myself decided that the publication should not be created unless it was
actually distributed. The most cost effective method of distributing the publications to
students who would be interested in the information went undecided. Second, the survey
process became much more complicated and timely than was expected. It seemed as
though the most efficient way to present the results found in the surveys was to write a
more extensive paper.
After generating my ideas and receiving approval for this Honors Capstone, I
collected articles pertaining to teams. I used these articles to develop my ten research
subtopics and questions. Next I gathered several thesis manuals covering teams or
groups done by Northern Illinois University graduates. Although none were directly
related to my research topics, I was able to find several tips for forming my surveys and
compiling my paper. I found that it was important to ask closed-ended questions where
every response could be ranked. The selected ranking system used for most of the
questions was: Strongly Agree, Agree, Undecided, Disagree, and Strongly Disagree.
Next, a list of questions was generated for the three survey groups. I realized the
importance of asking similar questions to all groups for the purpose of generating
correlations on the responses after the results had been gathered. The Employee Survey
is Appendix A, the Student Survey is Appendix B, and the Faculty Survey is Appendix C.
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I concluded with the surveys enclosed in the appendix. Each survey is broken into
several categories with differing instructions. These categories are: background
information, use of teamwork in the College of Business course or company, personal
experience working with team members, and team involvement in post graduate
employment. Each survey also included two to three open-ended questions describing a
good team member, team leader, and learnings from teams. A cover letter was written
for each of the three groups on College of Business letterhead and attached to all surveys
briefly explaining the research project and asking for response to the survey. Dean Graf
and myself signed each letter. A sample of the Employee Cover Letter is Appendix D, a
sample of the Student Cover Letter is Appendix E, and a sample of the Faculty Cover
Letter is Appendix F.
The process of determining which individuals of each group were to receive the
surveys was essential to the success of this research. The student population was defined
as senior College of Business students currently enrolled in Management 468. This
population was chosen based primarily on the expected response rate of the students. I
expected that a much higher rate of students would respond to the survey if they were
distributed in their classes than if the surveys were mailed to the homes of senior College
of Business Majors. Additionally, this method of distribution during class time required
only distribution time and coordination, and avoided the monetary expenses of
distribution and receipt through mail.
The Management Department reported that the capacity enrollment for the Spring
2001 semester was thirty-two students for each of the thirteen sections, thus four-
hundred-sixteen students in total. I received the names of the Management 468
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professors and contacted several of them during their office hours to request time to
distribute the surveys during class time. Dr. Marsh, Dr. Flores, Dr. Hagberg, and Dr.
Gowen allowed me to distribute the surveys during class time and wait while the students
immediately responded. With this fifteen minutes allowed me out of each of the seven
sections I attended, I was able to obtain completed surveys from two-hundred-nine
students.
Dean Graf assisted in determining the faculty population. Full time professors
and instructors who teach three-hundred and four-hundred level classes that lend them to
teamwork were selected from each College of Business department. A list of faculty
members who were sent the survey can be found in Appendix G. These surveys were
individually addressed and placed in each of the population's fifty-faculty member's
mailbox in their department office. Faculty, however, was not asked to identify
themselves on the survey; therefore, the exact respondents are not known. Thirty-five
responses were received to Dean Grafs office, and thirty-one faculty members reported
to use teams in the courses they teach.
The employer population could have been determined several different ways;
however, I wanted to select the population with the highest probability of responding
promptly to the surveys. I chose the population to be the companies who attended the
Fall 200 1job fair and were recruiting College of Business students for full-time
employment after their graduation. A company contact name and address was provided
on the Career Planning and Placement Center website during the beginning of this
semester, but has since been changed. These companies seemed to make themselves
available for student contact. These company contact names were accompanied with a
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job description and a list of majors that would be applicable for each job position. I
assumed that the response rate would be highest in those companies who provided these
three components, therefore limited my population thusly.
A mailing list compiled of one-hundred-fifty companies who noted interested in
College of Business majors and provided a contact name and address was composed. A
personalized cover letter, survey, and response envelope were sent to each of the one-
hundred-fifty company contacts. A list of employers who were sent the survey is
included in Appendix H. Employee contacts were asked to identify the company they
worked for; however, many omitted the identification portion from the survey responses.
Twenty-eight employee contacts returned completed surveys. Although this is only
nineteen percent of my population, I feel that this is sufficient given the overall average
standard deviation for all questions this group answered (0.94) was between the average
standard deviation for the students (0.91) and faculty (0.95).
Upon receiving completed surveys, I promptly entered the results into an Excel
template. I used a five-point scale to rate the responses. The first response that could
have been selected, which was "Strongly Agree" in most cases, was scored as a one. The
second response that could have been selected, which was "Agree" in most cases, was
scored as a two, and each of the following options were scored as three, four, and five
consecutively. The two or three open-ended questions included in each survey were
recorded separately in a list format. Only completed student and employer surveys were
compiled, eleven wire discarded in total. On the other hand, faculty members who
returned a non-complete survey were still compiled. In these situations, the faculty
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members did not use teams in their classes; therefore, some of the questions did not
apply.
After the results were compiled, the following computations were completed on
each of the three group's results. The average and standard deviation for each question
was computed. Then, the number of responses per answer for each question was
counted. For example, fourteen employers strongly agreed to question number five,
"Teams are frequently used in your business." Then the percentage of the total was
calculated for each response to the questions. For example, fifty-percent of employers
strongly agreed to question number five while forty-three percent agreed, and seven
percent disagreed. Explanation of how to read the data is located in Appendix I, and the
data itself is located in Appendix J.
Dean Grafreferred me to Mr. Norm Ziemer who provided assistance to me in
structuring the results into graphical format. In creating these graphs, the standard
deviation was determined between the three survey pairs (employee-faculty, student-
faculty, employee-student) of the each question's averages. For example, the employee
average for question number six is 1.75 and the faculty average to the corresponding
question was 1.58. Thus, the correlation between these averages was 0.12 meaning that
the two groups responded similarly, both agreeing to the question, "Employees/Students
are required to work in teams."
This calculation was made for each question. It is important to note that several
of the questions were not included on all of the surveys; therefore correlations could not
be calculated for each question. The faculty survey was only forty-six questions in
length, while the employer and student surveys were seventy-four and seventy questions
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respectively. Faculty members were not asked about personal group experiences and
employees were asked additional questions about company structure and team
involvement in the recruitment process.
Eleven graphs were created in total. The first is an overview graph showing the
standard deviation trends for each of the pairs. This graph shows the result trends,
especially that employees and faculty repeatedly had the highest standard deviation of the
averages, which was unexpected but will be discussed later. Then, the questions were
divided into the ten study focus areas created in the preliminary research phase of this
capstone. See Appendix K for the study focus areas and their connections to the
hypotheses. On these graphs, I included the question that was asked in the surveys, the
average for each group, and the standard deviation for each pair. These graphs can be
found leading each of the subtopic sections.
The Honors Capstone phases mentioned above spanned over two-thirds of this
semester. The remainder of the semester was used to interpret the results, compare the
results to the articles found in the preliminary research phase, and compose this research
paper.
In order for this study to be accurate, the surveys must indicate high usage of
teams by all three groups. This in fact is the case. Every student reported to currently be
in one or more College of Business Class that uses teams of two or more individuals.
Further, ninety-eight percent of the students reported that teams are frequently used in
their College of Business courses. While only eighty-nine percent of faculty reported to
use teams in the College of Business courses that they teach, ninety-seven percent agreed
that students are required to work in teams within the college. Ninety-three percent of
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employers agreed that employees are required to work in teams and eighty-six percent
agreed that teamwork is a part of employee's job descriptions. Each of the three groups
overwhelmingly affirmed that teams are currently used in student's courses and this
usage will continue in employment after graduation.
Please Note: When reporting the response characteristics of a group throughout
the paper, "agree" will include both strongly agree and agree responses; "disagree" will
include both strongly disagree and disagree responses unless specifically stated
otherwise.



































































































The first category reveals information about the selection of team members for
projects. The most substantial difference between the groups in this category is that only
seven percent of employees reported to have the freedom of choosing team members
themselves while fifty-seven percent of students and seventy percent of faculty reported
to having team members chosen by the students. Since students seem to have more
freedom in controlling the team members, this would seem to point to students being
more satisfied with their team members. However, this is not the case. It will be
demonstrated in the Individual Contributions and Personal Opinion portions of this paper
that team members depend on other members to do their work for them, assignments are
not divided equally, and a large percentage of students have tremendous difficulties with
their fellow team members.
Another important difference is that seventy-five percent of employees are
assigned to teams based on functional area while only fifteen percent of faculty report to
assign teams based on major. This shows that most group work is done within single-
major oriented courses. The College of Business provides two courses, UBUS 311 and
MGMT 468, which focus on developing cross-functional teams. These courses are
geared more towards focusing students on the reality of cross-functionalism in the
workforce. This question of students becoming better prepared for full-time employment
by enrolling in more cross-functional team courses will be mentioned throughout this
capstone.
A case study at a paper mill company backs up the employer's high usage of
cross-functional teams by showing that cross-functional teamwork is essential to building
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and maintaining a successful company. Cross-functional teams have been used to detect
problems in the flow of information, customer service, and the production process. These
teams have overall reduced the cash outflow from this company by combining the
expertise the company's unique departments. It is necessary that the College of Business
continue preparing students for the use of cross-functional teams for employment after
graduation because they are so effective and widely used in companies. 1
An interesting point is that fewer than twenty percent of every group reported to
select groups based on personality type. Tools such as the Myers-Briggs Type Indicator
(MBTI) can be used to create a personality profile for students or employees, and then
teams could be developed based on the sixteen different personality types this instrument
reports. If the MBTI, or tools similar to it, were used by the in the workplace and in
classes when developing teams, personality conflicts may be avoided.2
Another comment that must be made on the member selection procedures is that
only five percent of students and six percent of faculty displayed that teams are not used
in a series of projects while fifty-seven percent of employees said the same. This shows
that students are frequently paired with the same individuals in courses for project after
project while employees switch team members for each of their projects. This may be
one source of student's unhappiness with their team members because they are grouped
together for too long and conflict between the members develops. Employees may be
happier because they are switching team members and simultaneously changing the pace
of their projects and work schedule.
I Atkinson, 2000, p. 71-73.
2 Golby & Lewis, 2000, p. 39-48.
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To close the member section, please refer to the Team Members Fill-In- The-
Blank Responses in Appendix L. This section includes the answers without duplication
from the students, faculty, and employers. This section provides the opinions of the three
groups on what is required to be a good team member. Realize that the high number of
student comments is due to the substantially higher number of students responding to the
surveys. The most frequently reported characteristics of good team members by students
were that they listened, completed the work assigned to them on time without complaint,
contributed to the group output, and motivated others to complete their portion of the
work. The students showed that they most enjoyed working with team members who add
substantial value to the project. The faculty and employers did not seem so concerned
with this, possibly because the team members they work with are more interested in the
project's success and better qualified to complete their portion.









































































The next important category that must be analyzed is the use of team leaders for
each of the groups. Students and faculty had disagreed ninety percent and ninety-four
percent respectfully about team leaders being assigned to course teams. On the other
hand, fifty percent of employers agreed that management assigned team leaders. This is a
significant difference in the team structure between the classroom and business.
The goal of leadership is to seek "adaptive and constructive change." There are
two types of leaders that strive for this goal. Trait leaders are those who are considered to
possess the essential leadership personality characteristics and are deemed to be naturally
born leaders. If a group contains a member who is a naturally born leader, even though
they may not be the assigned leader, they will commonly naturally rise to lead the group.
Process leaders, on the other hand, lead through the process of influencing "a group of
individuals to achieve a common goal." These leaders are more commonly assigned
leaders (managers and professors fall into this category) who are charged with the task of
developing an end result. 3
Ninety-five percent of students, ninety-one percent of faculty, and eighty-two
percent of employers agreed that team leaders naturally arise in team situations. Thirty-
two percent of students reported to formally elect or appoint a team leader. This is
important since it seems that the faculty does not assign team leaders. The combined
percentage of employers that either have team leaders assigned by management or by the
group is ninety-three percent, signifying the extremely high usage of team leaders in
businesses compared to the College of Business courses. It is also interesting that the
most dominant group size of both employee and student groups is four to five members,
Melanie Walker Honors Capstone 13
so these individuals whether they are assigned or naturally arise would not have large
groups to lead. Thirty-six percent of employers reported to use groups six members or
larger while no students reported to use groups above five members.
A similar percentage from every group (seventy-two to seventy-five percent)
strongly agreed or agreed that it is the duty of successful team leaders to motivate the
members. Leaders can initiate a member's motivation by developing techniques likely to
work on the individual member. Leaders can also feed off ofthe existing motivation
present in the members. Regardless of the method used to motivate the other members,
the motivation the leader possesses to reach the project's goal must be apparent to the
members at all times to encourage their progress.4
Please refer to the Team Leaders Fill-In- The-Blank Responses included in
Appendix M. This is a compiled list of the characteristics students, faculty, and
employers have seen in the most effective individuals that have led them. Students most
frequently responded that the best leader they have ever worked with was an individual
who coordinated, organized, motivated, and led the group towards successful and
efficient completion of the project. A compilation of studies done between 1904 and
1970; however, showed that leaders are more intelligent, alert, insightful, responsible,
persistent, self-confident, social, and have more initiative than the average team
member.5 Most ofthese characteristics were indicated by the student population,
however they were not popular responses. Another source said, "They (team leaders) see
opportunity between job descriptions, functions, departments, or organizations-in the
relationship space, the margins, the white space, between what is formally and informally
3 Mote, 1996,p.I137-1140.
4 Avery, 1999, p. 36-40.
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defined by the organization structures.,,6 This author characterizes team leaders as more
insightful than the other members, which was not mentioned specifically by any of the
surveyed groups.
5 Mote, 1996, p. 1137-1140.
6 Avery, 1999, p. 36-40.


















































































Five specific purposes for teamwork were tested in the surveys. The five
purposes included in the survey were: problem solving, increasing productivity,
brainstorming, empowering members, or taking advantage of cross-functional specialties.
In total, the highest positive response rate was the problem solving purpose, which was
given by eighty-three percent of students and ninety-one percent of faculty. Eighty-nine
percent of the employers on the other hand responded most positively to the purpose of
using teamwork to increase productivity. All three groups found the least used purpose
of using teamwork to be empowering employees. These three responses will be more
carefully analyzed in this section.
It is extremely advantageous to use teams for the purpose of problem solving.
The bottom line benefit in this approach is the combination of backgrounds and ideas of
several individuals to develop one common solution. "Some members will contribute
ideas, others will ensure that the ideas can be developed into workable solutions." This
problem solving method can easily include cross-functional members, which allows for
the expansion of the problem being solved. The most commonly used process within
problem solving teams is the Plan-Do-Check-Act Cycle, which allow the team to
constantly improve their process and recommendations.7
It is assumed that this problem solving response was the most popular given by
students and faculty because faculty tends to provide teams with a specific task that
students must complete by a particular deadline. These tasks may be straightforward or
ambiguous, but in any case, students must "solve the problem" placed in front of them, or
complete the task given by the instructor. The other alternatives presented in the survey
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did not lend themselves to this assignment-response process. The only other category in
which students and faculty were expected to rate high was the cross-functional category.
Students did respond positively to this category which possibly signifies that students use
teams to problem solve primarily within their majors, but also complete problem solving
in cross-functional courses such as Management 468 from which course all student
respondents were currently enrolled in.
Employers most frequently use teams to increase productivity. This is consistent
with a study done by the American Society for Training and Development which
surveyed two-hundred-thirty Human Resource executives and found that "productivity
improved in seventy-seven percent of the respondent's companies" through the use of
adding teams to the previous structure.8 Another study done by Office Team said that
seventy-nine percent of United States companies increase productivity through the use of
self-managed work teams.9 These two studies affirm employers using teams to increase
productivity.
Finally, the response of using teams to empower members will be discussed
because it gathered the most negative answers. Fifty-seven to sixty-nine percent of every
group either was undecided or disagreed that the primary use of teams was to empower
members. This is puzzling because a major output of teamwork is the empowerment of
employees. "Empowerment in business means knowing how to 'humanize' the work
environment so management and employees work together to enhance productivity and
achieve greater personal and professional success."IO Allowing more freedom to
7 Cranwell-Ward, 1996, p. 411O-411l.
8 Montebello & Buzzotta, 1993, p. 59-64.
9 Sullivan, 1999, p. 9.
10Michaels, 2000, p. 632-633.
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individuals to make choices for themselves and feel as though they carry an important
role in the overall company or course creates empowerment. 11 There are several possible
reasons for such a poor response to this question. One possible reason is that individuals
do not realize that they are being empowered through their team involvement because
they do not know the definition or they are not clearly able to see an increase in
satisfaction, shared purpose, or collaboration through teamwork. A second reason is that
empowerment is viewed as an output of teamwork and not the purpose for teamwork. 12
11 Michaels, 2000, p. 632-633.
12Michaels, 2000, p. 632-633.
















































































Self-leading or self-managed work teams are a group of individuals "who are
responsible for a complete, self-contained package of responsibilities that relate either to
a final product or an ongoing process. . .The team is responsible for monitoring and
reviewing the overall process or product. . .as well as assigning problem-solving
techniques to group members"l3 None of the survey questions asked if members
participated in self-managed work teams because it was not certain that the respondents
would know what self-managed teams are. Instead, there were several questions asked to
circle around the topic, and the overall opinion by respondents is that self-leadership is
used more frequently in courses than in the businesses surveyed.
Faculty seems to give students a great deal of freedom in completing team
assignments. The students in most cases are left to develop a work plan and complete
tasks accordingly. The instructors do not seem to get involved in the work process
because they want the students to develop their own processes and conclusions.
Management on the other hand, may frequently approach a team of employees to check
the team's progress or offer suggestions to the team because the team's output will have a
greater affect on the company as a whole than one team of students will have impact on
the College of Business.
According to the survey results, employees are under more specific instruction
from management than students are from the instructor. Students are given more
freedom in determining how tasks should be carried out, as well as what should be done
and why. More students than employees report to be given responsibility and authority
for their behavior. Eighty-six percent of students agreed that the student members rather
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than faculty make decisions and organize the work process within team courses. This is
contrary to the low forty-three percent of employees who report to decide and organize in
teams instead of taking directions from management. Overall, more students are given
great freedom in achieving their tasks than employees.
A study published by the Academy of Management Journal found, "greater self-
leadership was also found to correspond with higher performance for teams primarily
engaged in conceptual tasks.,,14 Why then are more employee teams not self-managed?
A strong possibility lies in the company's structure not supporting high usage of teams.
The hierarchical structure, which is not conducive to high levels of teamwork, is used by
twenty-five ofthe twenty-six responding companies. "Within the bureaucracy
coordination demands a steep hierarchy and a complex system of rules and procedures.
In this set-up there is no place for teams."IS
The matrix structure has on the contrary been designed for the explicit use of
teams. Only one of the responding companies reported to be structured on a matrix
organizational chart. "Under the matrix structure, individuals or departments have
multiple reporting relationships, or at least multiple consulting relationships."16 The
matrix structure is a breeding ground for teamwork.
Although teams are frequently used in ninety-three percent of the businesses
surveyed, the organizational structures of these companies do not lend themselves to self-
managed teams. The use of hierarchy in ninety-six percent of the businesses surveyed
promotes the leadership of each team to come from management instead of amongst the
13Attaran & Nguyen, 1999, p. 24-28.
14Stewart & Barrick, 2000, p. 135-148.
15Den Hertog & Tolner, 1996, p. 1705-1714.
16 Mote, 2000, p. 1374-1376.
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team members. Even though the businesses surveyed are not frequent users of self-
managed teams, it is important that students earn experience in this aspect of teamwork.
Companies may not be able to put forth the "great deal of effort, commitment, and
support from all members of the organization" that the commitment to company-wide
self-managed teams require. Once the teams are integrated into the company structure,
however, particularly through the use of the matrix structure, the benefits include
employee morale, efficiency, product quality, and economic savings. 17 Although the
matrix structure is less traditional and less common than the hierarchal structure, it is
growing in popularity along with self-managed work teams. 18 As the surveyed students
enter the workforce, their employers will likely increase the use of teams within the
business. It is admirable that the College of Business is preparing their students for
becoming members of self-leading teams; in fact, these students may need to guide long-
time employees into using this effective form of teamwork.
17Attaran & Nguyen, 1999, p. 24-28.
18Mote, 2000, p. 1374-1376.



































































































The two components of a project' s closeout are reporting the team's final outputs
and a feedback process between the members and the supervisor (management or the
instructor).19 The reporting of the team's final outputs will come naturally, but what is
not always completed is a feedback process or an evaluation of the team members. This
section will compare the feedback processes in the surveyed businesses and College of
Business courses. A study published in Group & Organizational Management reported,
"Peer feedback can be a useful approach for helping team members to improve their
interpersonal effectiveness." The study continued to show that behavioral improvement
was found among peers who received effective feedback after the closure of a team
project.20
About half of the faculty members who reported to use teams in courses said that
students complete evaluations of all team members after the completion of the project,
while this answer was reported by only fourteen percent of employees. On the other
hand, sixty-four to seventy percent of each group reported that all team members at the
end of the project give feedback. This points towards the feedback coming informally as
apposed to a formal, written evaluation, and in most circumstances, the feedback is based
on the individual's contributions to the finished product. Team members within
companies and courses should be evaluated at the termination of a team project. This
feedback should be given in a positive marmer to congratulate the employee or student
for ajob well done, and motivate them for success on future projects. When giving an
19Gannon, 1994, p. 3-12.
20Dominick, Reilly, & McGourty, 1997, p. 508-520.
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evaluation of a team member, the following advice should be kept in mind. "Even those
people who are struggling have goals and want to be acknowledged for good work.,,21
The next aspect of feedback that will be explored is the treatment of
uncooperative team members. Sixty-one percent of students claim to report
uncooperative members to the instructor, while only thirty-three percent of the
respondents feel that the instructor disciplines the uncooperative members. Faculty
confirmed the student's opinion by reporting that about seventy percent of uncooperative
team members are reported to the instructor, but only forty percent are disciplined. All
but one employee, however, felt that the individuals who were reported to management
for not cooperating were disciplined. Why is it that faculty are not disciplining
uncooperative team members? Do they feel that their below-average efforts will be
reflected in their grade, or that experience alone is their punishment?
The final question is: what comes after the team members provide feedback to
each other and management or the instructor? Not surprisingly, these responses differed
between employees and students. Seventy-one percent of employers responded by saying
that outstanding team members are rewarded for their extra efforts, while a minute
sixteen percent of students reported the same. Sixty-four percent of employees said that
there are recognition programs in their companies for outstanding team members while
only seven percent of students said there were recognition programs in their courses for
exceptional student members. Finally, for an outstanding total team output for a project,
fifty-four percent of employers said that there is a recognition program while only a
quarter of students reported truth to this. Why do students feel that faculty is not
rewarding their positive efforts towards a team output?
21Prencipe, 1999, p. 69.
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What role does the grade for each team project play in the student reward factor
of teamwork? Do students feel that they are not given an adequate grade on their team
projects? Do students feel that they should be graded individually, according to
evaluations? Whatever the perceived role of the project grade from the student's point of
view, it is clearly not enough. Students need to be evaluated based on their contribution
to the project. Students are not receiving the second step in conclusion to their team
projects as was stated at the beginning ofthis section. Students are submitting a formal
conclusion to their teamwork; however, they are not participating in a complete feedback
process between the members and faculty.

































































































The four questions in this section seemed to be the most difficult for the
respondents to answer in the entire survey. Four phases ofteam projects were presented
on the surveys, and the respondents were asked to rank them in order of time spent on
each phase. These phases were developed and first tested in 1984, and since have been
reexamined by a study in the Academy of Management Journal. The four phases were:
generating ideas and plans, choosing between alternatives, negotiating conflicts, and
executing work.22 Since these questions had to be answered by the actual individuals
working in teams, only the employees and students were asked to respond.
The respondents were to rank the phases by using the levels: most of the time,
second most, third most, and least ofthe time. A problem arose, however, in the
response to these phases. Respondents would mark one answer more than once, or not
mark an answer for every phase. Since the error rate for responding to this category of
questions was so large, high confidence cannot be given when comparing the groups.
Keeping that in mind, a few suggestions will be given about the responses.
Students and employers agreed on the order ranking for each of the phases, while there
were no similar percentages for any response. They both ranked the generating ideas and
plans close to the same high level of time as executing work. Then came choosing
between alternatives, and finally negotiating conflicts with the least amount of time.
Beyond the ranking, there would be no confidence in making other speculations due to
the misunderstanding in reading and answering the question.
22 Stewart, & Barrick, 2000, p. 135-148.



















































































































The interaction between team members is the next category that will be analyzed.
Questions in this category were asked only to employers and students. First, the status of
the members was analyzed by asking if a group leader was necessary for a team project to
be completed successfully. While sixty-seven percent of employers agreed that team
leaders were necessary, under half of the students confirmed. These responses correlate
to those given in a previous section showing that more employers than students use
leaders in their team projects. Accordingly, more students than employees reported that
the majority of team members rule. This is most possibly because employees are more
likely to have a ruling imposed by a team leader than by the majority of team members.
Both employees and students strongly agreed that group norms affect a team's
output. This means that most teams have passed the norming stage when members,
"accept the team and its ground rules, their roles, and each other. . .the team members
begin to work with each other.,,23 Once the team members have passed out of the
norming stage, it is more likely that team members will be able to openly communicate,
work together in harmony, and reduce clashes between individuals.
A similar number of employees and students, sixty-five and sixty-one percent
respectively, responded that it is easy to talk openly to all team members. This question
was used to test the intrateam process, especially the level of social process, according to
a study developed by O'Reilly and Roberts in 1976. The respondents provided less
positive opinions to their group's process level than the original study found and follow-
up study published in the April 2000 the Academy of Management Journa1.24
23 Anonymous, 1995, p. 47.
24 Stewart, & Barrick, 2000, p. 135-148.
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The next two questions measured the level of conflict amongst team members.
Forty-six percent of employees reported to have harmony between members, but fifty-
eight percent reported that clashes occurred between team members. Fifty-four percent
of students reported to have harmony between members, but forty-five percent reported
that clashes occurred between team members. A couple points must be made from this.
First, each group teetered on the opposite side of the halfway line for each of the
questions, even though both questions measured conflict. Second, neither group
answered with much confidence, with a large chunk of the respondents answering with an
undecided vote. From these points, there can be no confidence in determining the level
of conflict present in each of the two groups.
The ultimate goal of teams should be to reach total interdependence where team
members interact cooperatively and depend on each other for information, materials, and
reciprocaloutputs?5 Only fifty-eight percent of employees and sixty-five percent of
students reported to reach this high level. It is surprising that such a high rate of students
reported to have achieved this level with their team members. The response to this
survey question is more positive for the students than for all of the questions that discuss
characteristics of an interdependent team. More students reported to have reached this
high level than students who reported to talk openly and have harmony with members,
and avoid clashes between individuals. The highly positive response given by students
on this question does not match their previous response rates. The employer responses to
all of the leading questions to the interdependence issue were linked much more closely.
25Stewart, & Barrick, 2000, p. 135-148.
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For these reasons, question should be placed on why ninety students believed that their
teams had reached the state of interdependence.











































































































































































Individual Contributions to Teams
The contributions that each team member makes towards the team outputs will
tremendously impact both the members and the outputs. By one member contributing
less than his or her required share ofthe project, the entire team atmosphere will change.
The previous section demonstrated that it may become difficult for members to talk to
each other, clashes may arise between members, and interdependence may never be
formed. This section looks at all of the efforts and actual inputs put forward by members
in a team's processes.
Forty-six percent of employers and forty-four percent of students agreed that
everyone within their team completes their assigned tasks. Even though this correlation
is high between the positive responses from each of these groups, there is no strong
opinion that all team members complete their assigned tasks. A team member would
hope that the positive response to this question was much higher, and that more members
completed their tasks.
Similarly, only forty-one percent of employers and forty-two percent of students
said that no one in their team depends on other team members to do the work for them.
This means that a similarly high amount of employees and students depend on others to
complete their share of the group project. Some students say that team members in the
workforce will be more cooperative than those in college courses. This statistic alone
will show students that the members in their groups after graduation may not be as
dedicated to the group projects as they may hope.
These may be reasons why thirty-three percent of employers said that tasks are
not divided equally between members, because they know that there is not an equal
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probability of all members accomplishing all of their tasks. Sixty percent of students
however reported to assign tasks equally. This is most likely because professors assign
one grade to all team members; every member thus should complete the same amount of
work to earn the group's grade.
A low percentage of both employers and students feel that team members should
pick up the slack for other members who are not completing all of their assigned tasks.
Who then completes the work that is not finished by the uncooperative team members?
This survey did not completely uncover all the aspects of uncooperative members, and
did not ask for any of the reasons as to what deems members as uncooperative in the first
place. This survey did uncover problems with members not contributing their fair share.
Some faculty members may feel that working with uncooperative members is a part of
life and that students must have unpleasant experiences to prepare for the workforce.
Problems occur, however, when students are repeatedly members of groups with
uncooperative team members and they become frustrated and uncooperative themselves.
For faculty who choose to develop a positive team experience for all members, one
option could be increasing penalties given by faculty for those uncooperative members.
Faculty may not even be aware of the uncooperative members the students deal
with in their teams. Students reported that faculty members do not seem to be active
while a team is working on the project; however, seventy-three percent of students feel
that teachers do give effective feedback after the completion of a project. This delayed
response by faculty may be too late; however, and several problems could have easily
arisen between the members along the way.
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The opposite holds true for the employers who returned surveys. Managers seem
to be more active providing effective feedback throughout the project's process than after
the project's completion. The managers seem to be monitoring the progress along the
way to ensure the success of the project after completion.










































































































Personal Opinions on Teams
Although both rates are low, more employers felt that more teamwork should be
used in their company, than students who felt that more teamwork should be used in their
classes. Thirty-four percent of employees felt that more teamwork should be used in
their company than is currently used while fourteen percent of students and thirteen
percent of faculty felt that more teamwork should be used in their courses. This could be
for two reasons. First, the students could be currently using more teamwork than the
employers, thus not wanting to increase the teamwork any further. This appears to be
true to a slight extent, because eighty -five percent of students reported to be working on
more than one team project at the same time. In fact, forty percent of faculty reported to
assign more than one group project at a time for any individual course. A lower seventy-
four percent of employers claimed to work on more than one team project at a time.
Although the margin between the employees and students is slight on this issue, this
could be a component of the difference in opinions.
Second, teamwork could be more successful or more enjoyable in the surveyed
businesses than in the College of Business courses. This seems to be true based on
several survey questions that will now be discussed. Sixty-three percent of employees
said that working in teams is easier than working by themselves, while only thirty-seven
percent of the students responded the same. To follow up on this question, both groups
were asked if they could complete a project faster by themselves instead of working with
a team. Only two of the employees (seven percent) responded that they could complete
projects faster by themselves; however, eighty-two students (forty-two percent)
responded the same. This shows a high inefficiency in student teams.
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Twenty-two percent of employees and twenty-four percent of students responded
that they would rather work in teams than by themselves; this demonstrates a similarity in
problems amongst the two groups. Why do so few respondents want to work in teams?
Probably because eighty-five percent of employers and eighty-one percent of students
claimed that working in teams is challenging.
Please refer to the Learnings Fill-In- The-Blank Responses included in Appendix
N. Employers and students were asked the open ended question, "What have you gained
by being involved in teams?" This was the best place on the survey for students to
express their true feelings about teams, and the negativity was overwhelming. While
every response given by an employee was a positive and constructive learning, a high
percentage of the responses given by students were negative.
Much of this negativity could be a result of stress. The stress that affects a team
member's performance can come from several places. The job or team itself, the
member's role in the organization or College of Business, relationships with other
employees or students, and the structure of the business or course. In the cases of both
employees and students, home life has an impact on the team member's attitude and
inputs. Finally, the career development available to employees could contribute to stress
that appears in teamwork.26
Overall, only fifty-six percent of students reported to enjoy working in teams.
Since most businesses use teams in some form today, students must learn to enjoy
teamwork. Should the College of Business allow students to walk away from teamwork
unhappy and unsatisfied? Is this disappointment just a part of the learning process?
Should changes be made to the curriculum to better please the students? The student
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opinions must be carefully analyzed and a plan combining their difficulties, opinions, and
best interests should be created.
26 Cranwell-Ward, 1996, p. 4706-4708.























































































































Team Roll Post Graduation
Since teamwork plays such a large part in an employee's work-life, several
questions were asked about interview questions and job expectations students should
anticipate about teams. Employers demonstrated, and students confirmed that during
interviews, recruiters ask students about teamwork and leadership experiences. It is
applaudable that every student graduating from the Northern Illinois University College
of Business will have stories to tell recruiters about the teams they have worked with in
business courses.
During these interview questions, students have the chance to demonstrate to
employers how the College of Business has provided them with several team
experiences. This is important because eighty-eight percent of employers said that it is a
university's duty to prepare students on how to be an effective team member. As
recruiters continue to ask students about their teamwork experience within the classroom,
they will increasingly recognize the College of Business's efforts in training students to
become team players for their life post graduation. Hopefully a spiral effect will be
created, encouraging more recruiting at from the College of Business because graduates
have learned to be well-rounded team players.
Seventy-seven percent of employers said that a student's experience with
teamwork is a requirement for employment in this business. Ninety-seven percent of
faculty concluded that teamwork in College of Business courses is necessary to prepare
students for their post graduation careers. Ninety-three percent of faculty further
expressed that employers are looking for students who have experience working in team
environments. This is a possible explanation as to why College of Business faculty
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shows such an extremely strong commitment to providing students with teamwork
expenence.
Finally, only fifty-four percent of employers said that Northern Illinois University
College of Business students should expect that teamwork in their careers would be
similar to teamwork in their college courses. Forty-seven percent of students had this
same prediction. This reaffirms several issues throughout this paper that signal there will
be significant differences between teamwork in College of Business courses and
teamwork as a full-time employee as the curriculum is currently structured. If these
differences can be detected through these surveys and decreased by the College of
Business, it is possible that students can become even more prepared for post graduation
employment.
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Conclusion and Recommendation
The three-part hypothesis of this Honors Capstone was found to be true according
to the surveys completed by the College of Business senior Management 468 students,
College of Business faculty, and employers who recruit College of Business students
from Northern Illinois University. The Personal Opinions portion ofthis capstone
particularly demonstrated that students have a wide range of opinions on the usefulness
and advantages to teamwork in the College of Business. The Learnings Fill-In-The-
Blank section in Appendix N especially showed that students had a wide array of
negative opinions about teams.
Employees seemed to have more positive experiences in teams than the students.
This could be for several reasons. Employers have a higher tendency to switch group
members for every project. Leaders seem to be more evident in the employee projects
and take on a greater roll in the feedback and reward process. Finally, it seems as though
more employee teams have reached the highest state of interdependence with their teams
than students.
The final portion of the hypothesis stated that both students and faculty will
recognize many benefits of demanding teamwork in the classroom, and potential
employers will confirm the advantages. The truth to this lies in the Post Graduation
section ofthis paper. Employers focus interview questions on experiences with
teamwork and leadership, and expect that a university should provide students with true
teamwork experience. Faculty and students confirmed the importance of using teamwork
in courses to gain preparation for life after graduation.
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A problem with the team preparation given by the Northern Illinois University
College of Business arises when students, faculty, and potential employers say that the
teamwork in college courses will not be representative ofteamwork in a student's post
graduation career. The College of Business should try to develop teamwork within the
curriculum to most closely reflect that of a full-time employee that has graduated. The
following are several suggestions for how the College of Business could change the
current curriculum to better prepare students for teamwork after graduation.
1. Increase the cross-functional courses required because seventy-five percent of
employees take part in cross-functional work teams. Introducing teams in two-
hundred-level College of Business courses that already require a cross-functional
enrollment could do this. Even if this teamwork is minimal, it will provide students
greater experiences in working with students from other business backgrounds and
focuses.
2. Assign team leaders in already existing team projects. This could be done in two
formats. First, students could be required to take a leader position, and the leaders
could be rotated for every project in the course. Otherwise, incentive could be
provided for those students who opted to take a leadership role.
3. Develop a teamwork and leadership unit that could be taught in UBUS 311. This
unit would teach students how to be a good group member, and how to develop
leadership skills. This would help each College of Business student to become a
better team member right from the initiation of teamwork in courses.
4. Conclude all team projects with verbal and written evaluations of the project and
team members. The feedback could be used to increase penalties for uncooperative
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members, or to create a reward program. Reward programs could be created for
outstanding projects, members, and leaders. This could be done within courses,
throughout the entire College of Business, or both.
The College of Business should be proud of the teamwork experience given to the
students. Faculty empowers students to make their own choices and realize the critical
roll each member has in the success of the project. The preparation especially in self-
managed work teams is going to be particularly useful to students as they enter the
business world.
The College of Business is providing students with excellent experiences in both
cross-functional teams, and work teams within each student's major. While the faculty
and administration should be applauded for the success of the teamwork initiative in the
College of Business, hopefully this Honors Capstone can be used to gain insight into the
minds of students, faculty, and employers. Please use the previous recommendations and
research as needed to continue improvements to the curriculum of the wonderful
Northern Illinois University College of Business.
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Dear Sir or Madam:
I am a senior at Northem Illinois University who is conducting a capstone project for the University
Honor's Program. My research focus is teamwork, and indudes a comparison of perspectives from the
Northem Illinois University senior students, faculty, and recruiting companies. I am researching the
differing structures of teamwork and the impacts of teams on their members that can be found in the
College of Business and recruiting companies.
I received your company's name and address from the Career Planning and Placement website which
listed contact information for Fall 2000 Job Fair attendees.
Endosed, you will find a survey that I have developed with the assistance of my capstone advisor,
Dean David Graf from the College of Business. I would greatly appreciate your company's response to
this survey, for obtaining the results from a substantial portion of my sample will add tremendous
validity to the project's results.
In the case that a portion of the survey questions do not apply to your position, please advance the
survey to another employee in the company who works in a team environment or with incoming college
graduates. After your company has completed the survey, please return your answers in the endosed
envelope. A rapid response is requested, as I must have the results analyzed and compiled into a
report before my graduation this May.
I gratefully thank you for all of your time and efforts.
Sincerely,
Melanie Lynn Walker
Senior, Northem Illinois University
David Graf
College of Business Dean, Northern Illinois University
Appendix E
April 26, 2001
Dear College of Business Student:
I am a senior at Northem Illinois University who is conducting a capstone project for the University
Honor's Program. My research focus is teamwork, and includes a comparison of perspectives from the
Northern Illinois University College of Business students, faculty, and recruiting companies. I am
researching the differing structures of teamwork and the impacts of teams on their members that can
be found in the College of Business and recruiting companies.
Attached, you will find a survey that I have developed with the assistance of my capstone advisor,
Dean David Graf. I would greatly appreciate your response to this survey, for obtaining the results from
a substantial portion of my sample will add tremendous validity to the project's results.
After you have completed the survey, please return your answers to your Management 468 professor.
A rapid response is requested, as I must have the results analyzed and compiled into a report before
my graduation this May.





College of Business Dean
Appendix F
April 26, 2001
Dear College of Business Faculty Member:
I am a senior at Northem Illinois University who is conducting a capstone project for the University
Honor's Program. My research focus is teamwork, and inctudes a comparison of perspectives from the
Northem Illinois University College of Business students, faculty, and recruiting companies. I am
researching the differing structures of teamwork and the impacts of teams on their members that can
be found in the College of Business and recruiting companies.
Attached, you will find a survey that I have developed with the assistance of my capstone advisor,
Dean David Graf. I would greatly appreciate your response to this survey, for obtaining the results from
a substantial portion of my sample will add tremendous validity to the project's results.
After you have completed the survey, please retum your answers to Dean Grafs office (Wirtz 225). A
rapid response is requested, as I must have the results analyzed and compiled into a report before my
graduation this May.
































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Explanation to Read Survey Data
To most effectively read the data, extract the data pages from the binder and follow the
layout demonstrated below.
By spreading the pages out in this fashion, the results to each question can be read across
by survey group.
The Numbering System
Since each survey had a different order and number of questions, the number for any
particular question on each survey is different. Look at each of the surveys in
Appendices A, B, and C to notice the differences in the numbering between surveys.
~ Question #: This is the counting system, based offthe employee survey
that is used to correlate each question between the three surveys. This is
also the question number used in the graphs between the study focus
areas.
~ E#: This is the number ofthe Question in the employee survey.
~ S#: This is the number of the Question in the student survey.
~ F#: This is the number of the Question in the faculty survey.
Question
This is the question asked in the survey. On pages one and two, these are the questions
asked to the employers. Pages three and four contain the questions asked to the students.
Pages five and six include the questions asked to the faculty.
Data per Question
Please note that the scoring system is stated on pages six and seven of the capstone
report. The following is a excerpt from those pages.
The first response that could have been selected, which was "Strongly Agree" in
most cases, was scored as a one. The second response that could have been selected,
which was "Agree" in most cases, was scored as a two, and each of the following options
were scored as three, four, and five consecutively. The two or three open-ended
questions included in each survey were recorded separately in a list format. Only
completed student and employer surveys were compiled, eleven wire discarded in total.
On the other hand, faculty members who returned a non-complete survey were still
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compiled. In these situations, the faculty members did not use teams in their classes;
therefore, some ofthe questions did not apply.
After the results were compiled, the following computations were completed on
each of the three group's results. The average and standard deviation for each question
was computed. Then, the number of responses per answer for each question was
counted. For example, fourteen employers strongly agreed to question number five,
"Teams are frequently used in your business." Then the percentage ofthe total was
calculated for each response to the questions. For example, fifty-percent of employers
strongly agreed to question number five while forty-three percent agreed, and seven
percent disagreed.
~ Avg: Average. The average for the employer answers are listed on pages
one and two. The average for the student answers are listed on pages
three and four. The average for the faculty answers are listed on pages
five and six.
~ Std Dev: Standard Deviation. The standard deviations of the employer
answers are listed on pages one and two. The standard deviations of the
student answers are listed on pages three and four. The standard
deviations for the faculty answers are listed on pages five and six.
~ #: The ninth column on every page displays the number of respondents
that selected the first response (which was usually Strongly Agree) as
their answer. The eleventh column on every page displays the number of
respondents that selected the second response (which was usually Agree)
as their answer. The thirteenth column on every page displays the
number of respondents that selected the third response (which was usually
Undecided) as their answer. The fifteenth column on every page displays
the number of respondents that selected the fourth response (which was
usually Disagree) as their answer. The seventeenth column on every page
displays the number of respondents that selected the last response (which
was usually Strongly Disagree) as their answer.
~ %: The tenth column on every page displays the percentage of
respondents that selected the first response. The percentage was
calculated as the number of respondents to give the first answer divided
by the total number of completed surveys for the group being reported.
The twelfth column on every page displays the percentage of respondents
that selected the second response. The fourteenth column on every page
displays the percentage of respondents that selected the third response.
The sixteenth column on every page displays the percentage of
respondents that selected the fourth response. The eighteenth column on
every page displays the percentage of respondents that selected the last
response.
~ % Sum: This is a double check to guarantee that one-hundred percent of
the responses were included in the recording process. This column sums
the % column for each of the three surveyed groups.
~ # Responding: This is the number of people who responded to each
question by each of the three surveyed groups.
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:J E# S# F# E# Question Avg Dev # % # % # % # % # % 0/0Sum nding0
1 1 X X 1 How many Northem Illinois University students 1.61 0.99 17 61% 8 29% 1 4% 1 4% 1 4% 1 28
has your company recruited in the last year?
2 2 1 1 2 VVhatmajorswithin the NorthernIllinois 3.22 1.79 3 33% 0 0% 1 11% 2 22% 3 33% 1 9
UniversityCollege of Business do you recruit?
3 3X X 3 Northem Illinois University College of Business 204 0.58 4 14% 19 68% 5 18% 0 0% 0 0% 1 28
students easily adapt to their job expectations
after they begin employment at your business.
4 4X X 4 Northem Illinois University College of Business 2.04 0.64 5 18% 17 61% 6 21% 0 0% 0 0% 1 28
studentsare preparedto work in teams when
they begin employment at your business.
5 5 4 4 5 Teams are used frequently at your business. 1.64 0.83 14 50% 12 43% 0 0% 2 7% 0 0% 1 28
6 6 6 6 6 Employeesare requiredto work inteams. 1.75 0.80 12 43% 12 43% 3 11% 1 4% 0 0% 1 28
7 7 7 7 7 Teamworkand team projectsare designedas 2.29 1.24 9 32% 10 36% 2 7% 6 21% 1 4% 1 28
part of each employee's job discription. (The
majority of teamwork is not ad-hoc.)
8 8X X 8 Team members from any particular team in this 3.43 1.10 1 4% 7 25% 2 7% 15 54% 3 11% 1 28
business are from equal tier structure levels of
the firm.
9 9 8 8 9 All team membershave equal degreesof 3.25 1.11 1 4% 9 32% 2 7% 14 50% 2 7% 1 28
authority on the project.
10 10 9 9 10 Managersassign team members. 2.50 0.84 0 0% 20 71% 2 7% 6 21% 0 0% 1 28
11 11 10 10 11 Team members are grouped randomly by 3.00 1.12 1 4% 12 43% 3 11% 10 36% 2 7% 1 28
management.
12 12 11 11 12 Employees choose their own team members. 3.96 0.79 0 0% 2 7% 3 11% 17 61% 6 21% 1 28
13 13 12 12 13 Team members are grouped based on 3.89 0.96 0 0% 4 14% 2 7% 15 54% 7 25% 1 28
personality type.
14 14 13 13 14 Team membersare groupedbased on functional 2.32 0.90 3 11% 18 64% 2 7% 5 18% 0 0% 1 28
area.
15 15 14 14 15 Teams work on a series of projects together as 3.29 1.01 1 4% 7 25% 4 14% 15 54% 1 4% 1 28
opposed to switching members for each project
that arises.
16 16 15 15 16 Managementassigns a leader for each team. 2.89 1.07 1 4% 13 46% 3 11% 10 36% 1 4% 1 28
17 17 5 5 17 How many membersare on the average team? 2.43 1.17 5 18% 13 46% 6 21% 1 4% 3 11% 1 28
18 18 16 16 18 Team leaders are appointed or elected by the 3.46 1.17 1 4% 7 25% 3 11% 12 43% 5 18% 1 28
members.
19 19 17 17 19 Leaders naturally arise in team situations at your 221 0.88 3 11% 20 71% 2 7% 2 7% 1 4% 1 28
business.
20 20 18 18 20 It is the duty of successful team leaders to 2.18 0.77 4 14% 17 61% 5 18% 2 7% 0 0% 1 28
motivatethe members.
21 21 19 19 21 Teams are used primarily to problem solve. 2.71 0.76 0 0% 13 46% 10 36% 5 18% 0 0% 1 28
22 22 20 20 22 Teams are used primarilyto increase 2.04 0.58 3 11% 22 79% 2 7% 1 4% 0 0% 1 28
productivity.
23 23 21 21 23 Teams are used primarily to brainstorm. 2.75 1.00 2 7% 12 43% 5 18% 9 32% 0 0% 1 28
24 24 22 22 24 Teams are usedprimarilyto empowermembers. 2.93 1.05 2 7% 10 36% 4 14% 12 43% 0 0% 1 28
25 25 23 23 25 Teams are used primarily to take advantage of 2.36 1.10 6 21% 12 43% 5 18% 4 14% 1 4% 1 28
cross-functional specialties.
26 26 24 24 26 Teams are under the specific instruction of 2.61 0.92 1 4% 16 57% 4 14% 7 25% 0 0% 1 28
management.
27 27 X X 27 This company is arrangedin a Matrixstructure. 3.68 0.72 0 0% 1 4% 10 36% 14 50% 3 11% 1 28
28 28 X X 28 This companyis arrangedin a Hierarchial 2.00 0.61 4 14% 21 75% 2 7% 1 4% 0 0% 1 28
structure.
29 29 25 25 29 Teams decide themselves how tasks should be 2.75 0.97 2 7% 10 36% 10 36% 5 18% 1 4% 1 28
carried out, as well as what should be done and
why.
30 30 26 26 30 Teams are given responsibility and authority for 2.11 0.69 3 11% 21 75% 2 7% 2 7% 0 0% 1 28
theirbehavior.
31 31 27 27 31 Team members rather than managers make 2.96 1.00 1 4% 11 39% 4 14% 12 43% 0 0% 1 28
decisions and organizethe workprocess.
32 32 28 28 32 Teams are given great freedom in achieving their 2.57 0.92 3 11% 11 39% 9 32% 5 18% 0 0% 1 28
tasks.
33 33 29 29 33 Team members are individually evaluated based 2.86 0.97 0 0% 14 50% 5 18% 8 29% 1 4% 1 28
on their contribution to the finished product.
34 34 30 30 34 Uncooperativeteam membersare reportedto 2.68 1.02 3 11% 10 36% 9 32% 5 18% 1 4% 1 28
management.
35 35 31 31 35 Uncooperative team members are disciplined by 2.57 1.00 3 11% 12 43% 8 29% 4 14% 1 4% 1 28
management.
36 36 32 32 36 Outstandingteam members are rewarded for 2.32 0.94 4 14% 16 57% 3 11% 5 18% 0 0% 1 28
theirextraefforts.
37 37 33 33 37 Feedback is given by all team members at the 2.57 1.00 2 7% 16 57% 2 7% 8 29% 0 0% 1 28
end of the project.
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:J E# S# F# E# Question Avg Dev # % # % # % # % # % %Sum nding0
38 38 34 36 38 Team memberscomplete evaluations of all team 3.68 0.90 0 0% 4 14% 5 18% 15 54% 4 14% 1 28
members after the completion of the project
39 39 35 37 39 There are recognition programs for individual 2.54 1.17 4 14% 14 50% 3 11% 5 18% 2 7% 1 28
outstanding team members.
40 40 36 38 40 There are recognition programs for outstanding 2.57 1.20 6 21% 9 32% 5 18% 7 25% 1 4% 1 28
team projects.
41 41 37 X 41 Generating ideas and plans. 1.80 0.87 11 44% 9 36% 4 16% 1 4% 0 0% 1 25
42 42 38 X 42 Choosing between altematives. 2.72 0.89 2 8% 8 32% 10 40% 5 20% 0 0% 1 25
43 43 39 X 43 Negotiating Conflicts. 3.48 0.92 2 8% 1 4% 5 20% 17 68% 0 0% 1 25
44 44 40 X 44 Executing work. 2.00 1.10 12 46% 5 19% 6 23% 3 12% 0 0% 1 26
45 45 41 39 45 \M1at makes a good team member? 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0 0
46 46 42 40 46 \M1at makes a good leader? 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0 0
47 47 43 X 47 \NIlst have you gained by beinginvolvedin 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0 0
teams?
48 48 44 41 48 There must be a group leader in order for a team 2.37 1.11 6 22% 12 44% 2 7% 7 26% 0 0% 1 27
project to be successfully completed.
49 49 45 41 49 Group norms affect a team's output 2.11 0.70 4 15% 17 63% 5 19% 1 4% 0 0% 1 27
50 50 46 X 50 The majority rules. 2.89 1.15 1 4% 14 52% 1 4% 9 33% 2 7% 1 27
51 51 47 X 51 It is easy to talk openly to all of my team 2.46 1.07 4 15% 13 50% 2 8% 7 27% 0 0% 1 26
members.
52 52 48 X 52 There is harmonybetweenmy team members. 2.85 0.97 1 4% 11 42% 5 19% 9 35% 0 0% 1 26
53 53 49 X 53 There are clashesbetweenindividualswithin my 2.69 0.97 1 4% 14 54% 3 12% 8 31% 0 0% 1 26
team.
54 54 50 X 54 Team membersinteractcooperatively and 2.58 1.03 3 12% 12 46% 4 15% 7 27% 0 0% 1 26
depend on eachother for information, materials,
and reciprocal outputs. There is totai
interdependence.
55 55 51 X 55 Team members usually compete with eachother 3.15 1.01 0 0% 10 38% 3 12% 12 46% 1 4% 1 26
to have their ideas implemented.
56 56 52 X 56 Everyone within my team completes their 3.08 0.98 0 0% 11 42% 2 8% 13 50% 0 0% 1 26
assignedtasks.
57 57 53 X 57 Tasks are assignedequallyto the members. 3.27 0.92 0 0% 8 31% 3 12% 15 58% 0 0% 1 26
58 58 54X 58 No one in my team dependson otherteam 3.00 1.17 2 8% 9 35% 4 15% 9 35% 2 8% 1 26
members to do the work for them.
59 59 55 X 59 Team members should pick up the slack for other 2.96 0.85 0 0% 10 37% 8 30% 9 33% 0 0% 1 27
members not completing all of their assigned
tasks.
60 60 56X 60 Teams receiveeffectivefeedbackfrom managers 2.33 0.68 1 4% 18 67% 6 22% 2 7% 0 0% 1 27
during the project process.
61 61 57 X 61 Teams receive effective feedback from managers 2.37 0.88 3 11% 15 56% 5 19% 4 15% 0 0% 1 27
after the completion of the project.
62 62 58 43 62 I am usually working on more than one team 2.41 0.93 2 7% 18 67% 1 4% 6 22% 0 0% 1 27
project at one particular time.
63 63 59 X 63 Working in teams is easier than working by 2.37 0.74 2 7% 15 56% 8 30% 2 7% 0 0% 1 27
myseif.
64 64 60 X 64 A team project could be compelted faster if I did 3.81 0.68 0 0% 2 7% 3 11% 20 74% 2 7% 1 27
everything myself.
65 65 61 X 65 I would rather work in a team than by myself. 3.56 0.93 0 0% 6 22% 2 7% 17 63% 2 7% 1 27
66 66 62 X 66 Working in teams is challenging. 2.11 0.80 4 15% 19 70% 1 4% 3 11% 0 0% 1 27
67 67 63 X 67 I enjoy working in teams. 1.85 0.53 6 22% 19 70% 2 7% 0 0% 0 0% 1 27
68 68 64 X 68 A primary result of teamwork is job satisfaction. 2.30 0.67 2 7% 16 59% 8 30% 1 4% 0 0% 1 27
69 69 65 44 69 More teamwork should be used in my company 3.11 1.05 1 4% 8 30% 7 26% 9 33% 2 7% 1 27
than is currentlyused.
70 70 66 X 70 During interviews, this company asks applicants 1.96 1.07 11 39% 12 43% 0 0% 5 18% 0 0% 1 28
aboutteamworkexperiences.
71 71 67 X 71 During interviews, this company asks applicants 1.64 0.73 13 46% 13 46% 1 4% 1 4% 0 0% 1 28
about leadership experiences.
72 72X X 72 It is a university's duty to prepare students on 2.00 0.77 6 21% 18 64% 2 7% 2 7% 0 0% 1 28
how to be an effectiveteam member.
73 73 X 46 73 A student's experience with teamwork is a 2.21 1.07 7 25% 14 50% 1 4% 6 21% 0 0% 1 28
requirementfor employmentin this business.
74 74 70 45 74 Northem Illinois University College of Business 2.54 0.88 2 7% 14 50% 7 25% 5 18% 0 0% 1 28
studentsshouldexpect that teamworkin their
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:J E# S# F# S# Avg Dev # % # % # % # % # % %Sum0
1 1 X X
2 2 1 1 1 What is your major? 3.13 1.37 40 19% 25 12% 48 23% 59 28% 37 18% 1
3 3X X
4 4X X
5 5 4 4 4 How many College of Business classes that you 3.40 0.98 1 0% 42 20% 67 32% 70 33% 29 14% 1
currentlytaking involve teamwork?
6 6 6 6 6 Students are requiredto work in teams. 1.58 0.59 95 45% 109 52% 2 1% 3 1% 0 0% 1
7 7 7 7 7 Teamwork and team projects are designed as 1.62 0.57 86 41% 118 56% 3 1% 2 1% 0 0% 1
part of the sylabus.
8 8X X
g 9 8 8 8 All team members have equal degrees of 2.50 1.08 33 16% 95 45% 31 15% 44 21% 6 3% 1
authority on the project
10 10 9 9 9 Professors assign team members. 2.88 0.98 11 5% 74 35% 59 28% 59 28% 6 3% 1
11 11 10 10 10 Team members are grouped randomly by the 2.94 0.96 5 2% 77 37% 63 30% 54 26% 10 5% 1
professor.
12 12 11 11 11 Studentschoose their own team members. 2.56 0.90 15 7% 104 50% 50 24% 38 18% 2 1% 1
13 13 12 12 12 Team membersare groupedbased on 3n 0.88 1 0% 21 10% 42 20% 107 51% 38 18% 1
personality type.
14 14 13 13 13 Team members are grouped based on major. 3.02 1.02 6 3% 74 35% 54 26% 60 29% 15 7% 1
15 15 14 14 14 Teams workon a seriesof projectstogetheras 1.93 0.75 53 25% 130 62% 16 8% 8 4% 2 1% 1
opposed to switching members for each project
that arises.
16 16 15 15 15 Professors assign a leader for each team. 4.20 0.72 1 0% 6 3% 13 6% 120 57% 69 33% 1
17 17 5 5 5 How many members does the average team 1.90 0.32 22 11% 186 89% 1 0% 0 0% 0 0% 1
have in your classes?
18 18 16 16 16 Team leaders are appointed or eiected by the 3.30 1.08 5 2% 63 30% 27 13% 92 44% 22 11% 1
members.
19 19 17 17 17 Leaders naturallyarise in team situations in your 1.85 0.57 47 22% 151 72% 8 4% 2 1% 1 0% 1
dasses.
20 20 18 18 18 It is the duty of successful team leaders to 2.33 0.94 28 13% 122 58% 26 12% 29 14% 4 2% 1
motivate the members.
21 21 19 19 19 Teams are used primariiy to probiem solve. 2.11 0.70 26 12% 148 71% 22 11% 12 6% 1 0% 1
22 22 20 20 20 Teams are used primarily to increase 2.58 0.95 13 6% 112 54% 37 18% 43 21% 4 2% 1
productivity.
23 23 21 21 21 Teams are used primarilyto brainstorm. 2.49 0.90 12 6% 127 61% 26 12% 43 21% 1 0% 1
24 24 22 22 22 Teams are used primarilyto empowermembers. 3.06 1.00 7 3% 67 32% 53 25% 71 34% 11 5% 1
25 25 23 23 23 Teams are used primarily to take advantage of 2.22 0.81 25 12% 135 65% 28 13% 19 9% 2 1% 1
cross-functional specialties.
26 26 24 24 24 Teams are underthe specific instructionof the 2.95 0.96 3 1% 84 40% 51 24% 63 30% 8 4% 1
professor.
27 27 X X
28 28 X X
29 29 25 25 25 Teams decidethemselveshowtasksshouldbe 2.12 0.80 35 17% 134 64% 20 10% 20 10% 0 0% 1
carriedout, as well as what shouldbe doneand
why.
30 30 26 26 26 Teams are given responsibility and authority for 1.87 0.56 45 22% 150 72% 11 5% 3 1% 0 0% 1
their behavior.
31 31 27 27 27 Team members rather than professors make 2.01 on 42 20% 138 66% 15 7% 12 6% 2 1% 1
decisions and organize the wor1< process.
32 32 28 28 28 Teams are givengreatfreedom in achievingtheir 2.24 0.83 32 15% 115 55% 42 20% 20 10% 0 0% 1
tasks.
33 33 29 29 29 Team members are individually evaluated based 2.51 1.08 31 15% 99 47% 27 13% 46 22% 6 3% 1
on their contribution to the finished product
34 34 30 30 30 Uncooperativeteam membersare reportedto the 2.54 1.09 27 13% 100 48% 36 17% 34 16% 12 6% 1
professor.
35 35 31 31 31 Uncooperativeteam membersare disciplined by 2.94 0.95 11 5% 57 27% 85 41% 45 22% 11 5% 1
the professor.
36 36 32 32 32 Outstandingteam membersare rewardedfor 3.54 0.94 5 2% 28 13% 48 23% 105 50% 23 11% 1
their extra efforts.
37 37 33 33 33 Feedback is given by all team members at the 2.43 0.89 17 8% 122 58% 36 17% 31 15% 3 1% 1
end of the oro.ect.
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Page 3
Sample Si 209 Student Student Student Student Student Studen






E# S# F# S# Avg Dev # % # % # % # % # % %Sum0
38 38 34 36 34 Team memberscompleteevaluationsof all team 2.20 0.83 31 15% 129 62% 27 13% 21 10% 1 0% 1
members after the completion of the project
39 39 35 37 35 There are recognition programs for individual 3.91 0.85 3 1% 12 6% 31 15% 118 56% 45 22% 1
outstanding team members.
40 40 36 38 36 There are recognitjon programs for outstanding 3.43 1.12 9 4% 45 22% 37 18% 84 40% 34 16% 1
team projects.
41 41 37 X 37 Generating ideas and plans. 1.69 0.80 101 48% 78 37% 23 11% 7 3% 0 0% 1
42 42 38 X 38 Choosing betweenalternatives. 2.77 0.86 16 8% 59 28% 92 44% 42 20% 0 0% 1
43 43 39 X 39 Negotiating Conflicts. 3.26 0.95 14 7% 32 15% 48 23% 115 55% 0 0% 1
44 44 40 X 40 Executing work. 2.13 1.14 85 41% 47 22% 42 20% 34 16% 1 0% 1
45 45 41 39 41 \lVhatmakes a good team member? 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0
46 46 42 40 42 \lVhatmakes a good ieader? 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0
47 47 43 X 43 \lVhathave you gained by being involved in 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0
teams?
48 48 44 41 44 There must be a group leader in order for a team 2.85 1.17 25 12% 75 36% 25 12% 74 35% 10 5% 1
project to be successfully completed.
49 49 45 41 45 Group norms affect a team's output 2.17 0.71 19 9% 150 72% 28 13% 9 4% 3 1% 1
50 50 46 X 46 The majority rules. 2.24 0.88 28 13% 129 62% 31 15% 15 7% 6 3% 1
51 51 47 X 47 It is easy to talk openly to all of my team 2.51 1.02 26 12% 102 49% 33 16% 44 21% 4 2% 1
members.
52 52 48 X 48 There is harmony between my team members. 2.62 0.90 11 5% 102 49% 57 27% 34 16% 5 2% 1
53 53 49 X 49 There are clashes between individuals within my 2.83 0.92 5 2% 89 43% 55 26% 56 27% 4 2% 1
team.
54 54 50 X 50 Team membersinteract cooperatively and 2.44 0.96 25 12% 110 53% 35 17% 36 17% 3 1% 1
depend on eachother for information, materials,
and reciprocal outputs. There is total
interdependence.
55 55 51 X 51 Team members usually compete with eachother 3.06 0.97 5 2% 72 34% 43 21% 84 40% 5 2% 1
to have their ideas implemented.
56 56 52 X 52 Everyonewithinmy team completes their 2.78 1.01 11 5% 92 44% 45 22% 53 25% 8 4% 1
assigned tasks.
57 57 53 X 53 Tasks are assigned equally to the members. 2.63 1.05 17 8% 109 52% 26 12% 49 23% 8 4% 1
58 58 54X 54 No one in my team dependson otherteam 2.90 105 15 7% 75 36% 40 19% 73 35% 6 3% 1
members to do the work for them.
59 59 55 X 55 Team members should pick up the slack for other 3.00 1.17 19 9% 68 33% 33 16% 71 34% 18 9% 1
members not completing all of their assigned
tasks.
60 60 56X 56 Teams receiveeffectivefeedbackfrom 2.76 1.08 17 8% 92 44% 34 16% 56 27% 10 5% 1
professorsduringthe projectprocess.
61 61 57 X 57 Teams receive effective feedback from 2.31 0.93 28 13% 125 60% 24 11% 28 13% 4 2% 1
professors after the completion of the project.
62 62 58 43 58 I am usually working on more than one team 1.89 0.96 81 39% 96 46% 8 4% 22 11% 2 1% 1
project at one particular time.
63 63 59 X 59 Workinginteams is easier thanworkingby 3.08 1.17 13 6% 65 31% 54 26% 48 23% 28 13% 1
myself.
64 64 60 X 60 A team project could be compelted faster if I did 2.88 1.08 20 10% 67 32% 48 23% 66 32% 8 4% 1
everything myself.
65 65 61 X 61 I would rather work in a team than by myself. 3.51 105 4 2% 46 22% 30 14% 98 47% 31 15% 1
86 86 62 X 62 Working in teams is challenging. 2.10 0.83 39 19% 131 63% 20 10% 17 8% 2 1% 1
67 67 63 X 63 I enjoy working in teams. 2.67 1.13 22 11% 94 45% 42 20% 32 15% 19 9% 1
68 68 64 X 64 A primaryresultof teamwork is satisfaction. 2.65 1.05 18 9% 97 46% 48 23% 32 15% 14 7% 1
69 69 65 44 65 More teamworkshouldbe used in my courses 3.58 1.07 8 4% 21 10% 70 33% 62 30% 48 23% 1
than is currently used.
70 70 66 X 66 Duringinterviews,the recruitersask me about 1.95 1.06 91 44% 66 32% 28 13% 20 10% 4 2% 1
teamworkexperiences.
71 71 67 X 67 Duringinterviews,the recruitersask me about 1.68 0.80 100 48% 85 41% 17 8% 5 2% 2 1% 1
leadershipexperiences.
72 72X X
73 73 X 46
74 74 70 45 70 I expectthat teamworkin my career after 2.76 1.12 23 11% 76 36% 56 27% 37 18% 17 8% 1
graduationwill be similarto teamworkin the
Collegeof Business.
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:J E# S# F# F# Avg Std De # % # % # % # % # % %Sum nding0
1 1 X X
2 2 1 1 1 For which College of Business department do 3.23 1.63 8 24% 4 12% 7 21% 6 18% 8 24% 1 33
you teach?
3 3X X 0
4 4X X
5 5 4 4 4 How many College of Business courses that you 2.69 0.96 4 11% 11 31% 12 34% 8 23% 0 0% 1 35
currentlyteaching involve teamwork?
6 6 6 6 6 Studentsare requiredto work in teams. 1.30 0.64 25 76% 7 21% 0 0% 1 3% 0 0% 1 33
7 7 7 7 7 Teamwor1< and team projectsare designedas 1.21 0.60 28 85% 4 12% 0 0% 1 3% 0 0% 1 33
part of the sylabus.
8 8 X X
9 9 8 8 8 All team members have equal degrees of 1.58 0.87 20 61% 9 27% 2 6% 2 6% 0 0% 1 33
authority on the project.
10 10 9 9 9 You assign the team members. 3.45 1.48 6 18% 3 9% 4 12% 10 30% 10 30% 1 33
11 11 10 10 10 You assign team members randomly. 4.06 1.22 2 6% 3 9% 2 6% 10 30% 16 48% 1 33
12 12 11 11 11 Students choose their own team members. 2.36 1.37 10 30% 13 39% 2 6% 4 12% 4 12% 1 33
13 13 12 12 12 Team members are grouped based on 3.79 1.08 0 0% 6 18% 5 15% 12 36% 10 30% 1 33
personality type.
14 14 13 13 13 Team members are grouped based on major. 3.88 1.22 2 6% 3 9% 5 15% 10 30% 13 39% 1 33
15 15 14 14 14 Teams work on a series of projects together as 1.94 0.97 12 36% 14 42% 5 15% 1 3% 1 3% 1 33
opposed to switching members for each project
that arises.
16 16 15 15 15 You assign a leader for each team. 4.61 0.61 0 0% 0 0% 2 6% 9 27% 22 67% 1 33
17 17 5 5 5 How many members does the average team 1.84 0.72 11 34% 15 47% 6 19% 0 0% 0 0% 1 32
have in your courses?
18 18 16 16 16 Team leaders are appointed or elected by the 2.48 1.00 5 15% 13 39% 10 30% 4 12% 1 3% 1 33
members.
19 19 17 17 17 Leadersnaturallyarise in team situationsin your 1.88 0.55 7 21% 23 70% 3 9% 0 0% 0 0% 1 33
classes.
20 20 18 18 18 It is the duty of successful team leaders to 2.33 0.82 2 6% 22 67% 6 18% 2 6% 1 3% 1 33
motivate the members.
21 21 19 19 19 Teams are used primarily to problem solve. 2.03 0.73 5 15% 25 76% 0 0% 3 9% 0 0% 1 33
22 22 20 20 20 Teams are used primarily to increase 2.52 1.03 4 12% 17 52% 3 9% 9 27% 0 0% 1 33
productivity .
23 23 21 21 21 Teams areusedprimarilyto brainstorm. 2.48 0.97 3 9% 18 55% 6 18% 5 15% 1 3% 1 33
24 24 22 22 22 Teamsareused primarilyto empowermembers. 3.03 1.02 2 6% 8 24% 12 36% 9 27% 2 6% 1 33
25 25 23 23 23 Teams are used primarily to take advantage of 2.73 1.13 6 18% 7 21% 11 33% 8 24% 1 3% 1 33
cross-functionalspecialties.
26 26 24 24 24 Teams are under the specific instruction of the 2.82 1.04 2 6% 14 42% 6 18% 10 30% 1 3% 1 33
professor.
27 27 X X
28 28 X X
29 29 25 25 25 Teams decide themseives how tasks should be 1.93 0.83 9 30% 16 53% 3 10% 2 7% 0 0% 1 30
carried out, as well as what should be done and
why.
30 30 26 26 26 Teamsare givenresponsibilityand authorityfor 1.43 0.57 18 60% 11 37% 1 3% 0 0% 0 0% 1 30
their behavior.
31 31 27 27 27 Team members rather than professors make 1.57 0.68 15 50% 14 47% 0 0% 1 3% 0 0% 1 30
decisionsand organize the work process.
32 32 28 28 28 Teams are given great freedom in achieving their 1.67 0.55 11 37% 18 60% 1 3% 0 0% 0 0% 1 30
tasks.
33 33 29 29 29 Team membersare individuallyevaluatedbased 2.47 1.17 6 20% 13 43% 3 10% 7 23% 1 3% 1 30
on theircontributionto the finishedproduct.
34 34 30 30 30 Uncooperative team members are reported to the 2.30 0.88 4 13% 17 57% 5 17% 4 13% 0 0% 1 30
professor.
35 35 31 31 31 Uncooperative team members are disciplined by 2.90 1.16 3 10% 9 30% 9 30% 6 20% 3 10% 1 30
the professor.
36 36 32 32 32 Outstandingteam membersare rewardedfor 2.97 1.16 3 10% 9 30% 6 20% 10 33% 2 7% 1 30
theirextraefforts.
37 37 33 33 33 Feedback is given by all team members at the 2.17 1.21 11 37% 10 33% 3 10% 5 17% 1 3% 1 30
end of the proiect.
Data Appendix J
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:J E# S# F# F# Avg Std De # % # % # % # % # % %Sum ndinga
38 38 34 36 36 Team memberscompleteevaluations of all team 2.33 1.24 11 37% 5 17% 8 27% 5 17% 1 3% 1 30
membersafterthe completionof the project.
39 39 35 37 37 There are recognition programs for individual 3.57 1.01 1 3% 4 13% 6 20% 15 50% 4 13% 1 30
outstanding team members.
40 40 36 38 38 There are recognition programs for outstanding 2.43 1.19 7 23% 11 37% 6 20% 4 13% 2 7% 1 30
team projects.
41 41 37 X
42 42 38 X
43 43 39 X
44 44 40 X
45 45 41 39 39 What makes a good team member? 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0 0
46 46 42 40 40 What makes a good leader? 0.00 0.00 0 0% 0 0% 0 0% 0 0% 0 0% 0 0
47 47 43 X
48 48 44 41
49 49 45 41
50 50 46X
51 51 47 X
52 52 48 X
53 53 49 X
54 54 50 X
55 55 51 X
56 56 52 X
57 57 53 X
58 58 54 X
59 59 55 X
60 60 56X
61 61 57 X
62 62 58 43 43 Students never are assigned more than one 2.73 1.36 6 20% 11 37% 1 3% 9 30% 3 10% 1 30
group project at a time for any of my courses.
63 63 59 X
64 64 60 X
65 65 61 X
66 66 62 X
67 67 63 X
68 68 64 X
69 69 65 44 44 More teamwork should be used in my courses 3.73 0.91 0 0% 4 13% 5 17% 16 53% 5 17% 1 30
than Is currently used.
70 70 66X
71 71 67 X
72 72X X
73 73 X 46 46 Teamwork in College of Business courses is 1.57 0.68 15 50% 14 47% 0 0% 1 3% 0 0% 1 30
necessary to preparestudentsfor theirpost
graduationcareers.
74 74 70 45 45 Employers are looking for students who have 1.60 0.72 15 50% 13 43% 1 3% 1 3% 0 0% 1 30
experienceworkingin team environments.
2 Which level of students do you teach? (Mark all 3.38 0.52 0 0% 0 0% 5 63% 3 38% 0 0% 1 8
that apply)






A firsthand account from the prospective of Northern Illinois University College of
Business faculty and students on the impact ofteamwork in courses. The relationship
between the team curriculum in the College of Business and the team expectations and
team atmosphere of potential employers of Northern Illinois University students.
Capstone Hypotheses
. Students will have a wide range of opinions on the usefulness and advantages to
teamwork in the College of Business curriculum.
. Teachers will be on average in favor of teamwork in the courses.
. Employees will have more positive experiences with teamwork than students.
. Both students and faculty will recognize many benefits of demanding teamwork
in the classroom, and that potential employers will confirm the advantages.
Capstone Goals
. Prove to students and faculty that potential employers support the current
teamwork aspect of the College of Business curriculum.
. Prove that teamwork experiences in the College of Business are necessary to
prepare students for the workforce.
. Reassure students that their current difficulties of working in teams within the
College of Business will be to their advantage after receiving full-time
employment.
. Convince College of Business students that when it comes time to find a
permanent employer, their team experiences will help them to synch the job.
Study Focus Areas










Comparison of personal experiences and opinions of working in teams between
the College of Business and recruiting companies.
o Group dynamics
o Team member interaction
o Personal attitudes towards teams
o Effect of teamwork experience in acquiring ajob after graduation
o Suggestions on how to become better team members and leaders



























































































































































































































































































































































































































































































































































Team Learnings Fill-In- The-Blank Responses Appendix N
A LOVE OF WORKING ALONE
A SENSE OF LEADERSHIP AND RESPONSIBILITY
A VERY STRESSFUL YET BENEFICIAL LEARNING EXPERIENCE
ABILITY TO DELEGATE
ABILITY TO WORK WITH DIFFERENT PERSONALITIES
ACCEPTING/EV ALUATING OTHER PEOPLES IDEAS
ADAPTING TO PERSONALITIES
ALWAYS HAVE TO COMPLETE YOUR WORK ON TIME
APPRECIATION FOR TEAM FUNCTIONS AND DYSFUNCTIONS
BE ABLE TO UTILIZE OTHER'S SKILLS IN OUTPUT
BEING ABLE TO INTERACT AND DEPEND ON OTHERS
BEING ABLE TO WORK WITH DIVERSE PEOPLE









DISLIKE FOR TEAM PROJECTS
EACH MEMBER SHARES RESPONSIBILITY
EVERY CLASS REQUIRES TEAMWORK






GREAT EXPERIENCE TO MEETING NEW PEOPLE
HEADACHES
HEIGHTENED INTERPERSONAL SKILLS
HOW MUCH BETTER MULTIPLE HEADS ARE THAN 1
HOW OTHER MEMBERS CAN COMPENSATE FOR MY WEAKNESSES
HOW TO BE TOLERANT OF OTHER IDEAS AND SKILLS
HOW TO DEAL WITH A PAIN IN THE ASS SITUATION
HOW TO HOLD EFFICIENT MEETINGS
HOW TO MEET DEADLINES BY WORKING FOR OTHERS WHO DO NOT DO THEIR
WORK
HOW TO PLAY DIFFERENT ROLES IN A GROUP
HOW TO WORK AROUND PEOPLE'S SCHEDULES
HOW TO WORK THROUGH PERSONALITY CONFLICTS AND STILL HAND IN QUAL
WORK
HOW TO WORK WITH OTHERS AND GET THINGS ACCOMPLISHED TOGETHER
I HAVE BETTER THINGS TO DO THAN GO TO USELESS TEAM MEETINGS
I LEARNED HOW PEOPLE THINK AND FEEL DIFFERENTLY ABOUT THE SAME
ISSUES.
--
Team Learnings Fill-In- The-Blank Responses Appendix N
I UNDERSTAND THAT IN THE BUSINESS WORLD, I NEED TO BE ABLE TO WORK I
TEAMS
IF YOU WANT SOMETHING DONE, MAKE SURE YOU TRUST THE GROUP MEMBER
OR DO IT YOURSELF
INCREASE KNOWLEDGE OF DIFFERENT BUSINESS ASPECTS
INTERPERSONAL SKILLS
IT TAKES TIME AND DEDICATION TO BE A TEAM MEMBER
ITS CHALLENGING BUT REWARDING
JUST BECAUSE YOU ARE ALL IN THE SAME TEAM DOES NOT MEAN YOU ALL WA
TO BE THERE OR ARE ALL WILLING TO PUT FOURTH THE SAME AMOUNT OF
EFFORT
KNOWLEDGE ABOUT HOW TO WORK WITH DIFFERENT PERSONALITY TYPES
KNOWLEDGE IN UNITY
KNOWLEDGE OF DIFFERENT PERSPECTIVES
LEAD TO BETTER CONCLUSIONS
LEADERSHIP SKILLS
LEARN FROM OTHERS EXPERIENCES
LEARN HOW TO DEAL WITH OTHER'S BAD ATTITUDES AND STUPIDITY
LEARN HOW TO GIVE AND TAKE
LEARNED QUICKER
LEARNING HOW TO DEAL WITH INCOMPETENT MORONS AND ANNOYING PEOPL
LISTENING





NOT AS MUCH AS YOU WOULD ASSUME
NOT MUCH, UNFORTUNATELY, I END UP DOING THE MOST WORK AND HAVING
THE HUGE INFO PACKETS EVERYWHERE
NOT TO BE AFRAID OF SPEAKING OUT
NOTHING, THEY ARE A PAIN TO BE IN
OPEN MIND TO NEW IDEAS
PATIENCE AND UNDERSTANDING
PEOPLE SKILLS








SHARE MY WORK, IDEAS, AND KNOWLEDGE WITH OTHERS
STRESS
TASK VARIETY
TEAMS AREN'T FAIR, AND MOST OF THE TIME PEOPLE DO NOT DO THEIR PART
TEAMS MAKE THE FINAL PRODUCT BETTER
TEAMWORK IS HARD AND STRESSFUL WHEN PEOPLE DO NOT DO THEIR PART
TEAMWORK KEEPS ME ON MY TOES TO GET WORK ACCOMPLISHED
Team Learnings Fill-In- The-Blank Responses AppendixN
THE ABILITY TO MAKE DUE WITH WHAT YOU HAVE
THE ABILITY TO WORK TOGETHER, EVEN IN TIMES OF CONFLICT
THE CHANCE TO BE IN A LEADERSHIP POSITION
TIME MANAGEMENT
TO BE ABLE TO HEAR OTHER IDEAS
TOLERANCE
TRUSTING OTHERS
TRY NOT TO LET CONFLICT INTERFERE WITH FINISHING THE PROJECT
UNDERSTANDING OF CROSS FUNCTIONALISM
UNDERSTANDING THAT TEAMWORK IS A LOT OF WORK, AND MORE OFTEN TIM
THAN NOT, I'DRATHER WORK BY MYSELF
USE TIME MORE EFFICIENTLY
VERY LITTLE SLEEP
VERY LITTLE WITH THE EXCEPTION OF LEARNING TO GENERATE NEW IDEAS
WHILE BEING IN A TEAM CAN BE HELPFUL SOME OF THE TIMES, IT IS OFTENTIM
A NEUSANCE, AND LEADS TO LESS PRODUCTIVE WORK
WORKING AROUND SCHEDULES
WORKING WITH PEOPLE OF DIFFERENT BELIEFS, IDEAS, AND MORALS
YOU CAN GAIN FRIENDS FROM YOUR TEAM MEMBERS
YOU CAN PUT ASIDE ALL THE BAD POINTS OF TEAM MEMBERS NOT GETTING
THEIR WORK DONE AND CAN ACTUALLY RELY ON THEM TO GET IT DONE.
YOU HAVE TO MAKE THE BEST OF THE SITUATION.
APPRECIATION FOR OTHERS
CHANCE TO KNOW WHAT FUTURE OPPORTUNITIES ARE AVAILABLE TO ME




DIFFERENT PERSPECTIVES AND PRACTICES
DIVERSITY
LEARNED HOW TO BE LEVEL-MINDED
LEARNED HOW TO GIVE AND TAKE CONSTRUCTIVE (JRITICISM
LEARNED HOW TO IDENTIFY WITH VARYING OPINIONS
LEARNED TO TRUST OTHERS
NEGOTIATION SKILLS
OTHERS HAVE THE SAME DIFFICULTIES IN THEIR POSITION AS IDO
REALISTIC IDEAS AND PROGRAMS THAT HELP IN THE JOB
RELIANCE ON OTHER'S EXPERIENCE
THE PERSPECTIVES OF OTHERS
